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Caffarella, R.S., Learningin Adulthood: ACom- 
prehensive Guide, reviewed, 422-426 

Canada, 278-282, 285-290 

Career counseling, of business school 
graduates, 398 

Carner, W., “Survey of Bank Sales Train- 
ing Practice,” 171-183 

Center for Organizational Learning at 
MIT, 12-13, 25-26, 30, 36 

Certainty. See Self-efficacy 

Change: management, 5—7; and organiza- 
tional culture, 206-208; rapid organi- 
zational, 247-248; reasons for, 36; and 
strategic human resource development, 
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Discrimination: age, 39-40, 48, 409; gen- 
der, 103-105. See also Glass ceiling 

Diversity: and global competition, 293; 
managing, 291; work-force, 292 
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HRD (continued) 
trends/issues, 82-83, 93-94; core out- 
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evaluation measures, 122; financial re- 
search, 122; and participant satisfaction 
survey evaluation method, 122-123; 
and performance improvement, 358; 
and program evaluation, 368; and 
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strategic business planning, 357-358; 
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resources strategies, 316; and strategic 
planning, 317-319, 358 
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Japan, 6-7, 239, 243 
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sessment, 226-227; improvement, 226, 
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Johnson, D. A., “Cost-Effectiveness 
Evaluation of Decentralized Interna- 
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Johnson, P. D., “The Effectiveness of Em- 
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KJ method, 12, 23 
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Knowledge-creating companies: and atti- 
tudes/beliefs, 17-19; building blocks 
for, 16-17; characteristics, 8-16; and 
conflict resolution, 13-14; defined, 7; 
developing, 23-24; and direction set- 
ting, 9-11; and intellectualizing, 35- 
36; Japanese origins, 7-8; and 
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22; state-of-the-art advancement, 24- 
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ing companies, 14-16; and motivation, 
14-15; postindustrial, paradigm, 199- 
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research, 197-198; and self-directed 
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agement approach, 200; study, 198-199; 
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and vision, 15; women’s, skills, 100-101 
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press Corporation,” 295-302 

Leadership for the Twenty-First Century, 
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296-298 

Learning: and action, 7-8; adult, 422- 
426; continuous, 333, 349; and dia- 
logue, 21; generative, 295; individual/ 
group, 420; and job performance, 386- 
389; and management development, 
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organizational success, 295; as per- 
sonal growth, 425; self-directed, 301- 
302, 424; and teachable moment, 425; 
and transfer behavior, 386, 388-389; 
transfer to job (study), 379-389. See 
also Knowledge; Organizational learn- 
ing; Thinking 

Learning in Adulthood: A Comprehensive 
Guide, reviewed, 422-426 

Learning organizations: caring nature, 18; 
commonality of purpose, 18-19; core 
competencies, 19-22; defined, 419; and 
dialogue, 21; and reality, 20; and suc- 
cess, 419; and systems thinking, 20; and 
vision, 19-20. See also Knowledge-cre- 
ating companies 

Lynch, L. M., “Invited Reaction: Employer 
Training—lIs a Mandated Tax the Only 
Solution?” 243-246 


McLagan, P. A., “Invited Reaction: Intel- 
lectualizing Should Not Relieve the 
Need to Act,” 33-37 

McLinden, D. J., “Impact on Financial 
Productivity: A Study of Training Ef- 
fects on Consulting Services,” 367-375 

Major, D. A., “Effects of Organizational, 
Training System, and Individual Char- 
acteristics on Training Director Scan- 
ning Practices,” 333-350; “Final Word: 
Scanning Construct and Its Relation- 
ship to Continuous Learning,” 361- 
365 

Management: and customer values, 406- 
407; employee relations with, 321; new 
paradigm of, 5-7; and older workers, 
40, 410; strategic, 81-82, 84-86, 93- 
94; total-system approach to, 71; train- 
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Management (continued) 
ing and learning, 420. See also Change 
management, Crisis management, 
Deming quality management; Quality 
management; Reengineering; Scientific 
management; Strategic issues manage- 
ment (SIM); Strategic management 

Managers: vision, 295; and bank sales 
training, 173, 181; and employee in- 
volvement, 416-417; and employee 
self-esteem, 167; as facilitators, 135; fe- 
male, 279; and gender bias, 290; and 
gender role, 279; integrity, 417; misbe- 
havior, 416; and needs assessment (ex- 
ample), 249-251; stereotypes of, 416; 
and teamwork, 136; training, 151, 259; 
and work-family conflicts, 215; and 
work group feedback interaction 
(study), 136-147; and work teams, 
131. See also Training directors 

Martocchio, J. J., “Employee Decisions to 
Enroll in Microcomputer Training,” 
51-69 

Mentoring, 411 

Mentrix Corporation, The Judd Test for 
Lotus 1-2-3: A Software Skills Proficiency 
Test, reviewed, 114-117 

Merriam, S. B., Learning in Adulthood: A 
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426 
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ployee decisions to undertake (study), 
55-68; expected outcomes, 53-54; 
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Morton, S. T., review by, 114-117 
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302 
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